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MEMORANDUM FOR THE RECORD — ‘V - 

k-UBi jRCi . Msating with Ssecutiva Director-Comptroller on 13 June I 96 Q 


Present were Messrs. Karaaessines 


Ssdthj Coffey, Houston, 


bvewart, Lauderdale, Richardson, and the undersigned. 

.. 3l Colonel White opened the seating by advising the group that 
■ ^ loosing for a new recruitment program that would 

contain innovative and imaginative concepts; 

+ v_ c }‘ f C °if 8i . Wlita a*** 4 Mlwd each masher to give his reaction to 
the Careej Planning problem as identified by the Committee on 
Iioi ^axonal Manpower and to present a brief explanation of how the 
problem was being handled in his Directorate. 

tj 1(2re U * 8 ^ aki °f for tbe Support Services, stated that 

0 structured Career Management Progr&a at tbe 

Directorate level, There is, however, an Executive Register which 

^! S i d ! E J ify |° teati ! il ^cession for each senior position in the 
Directorate.. Each Office does, of course, have a Career Service Panel 
%stea which considers promotion, rotation and internal and external 
Gaining assignamts . Although five-year plans are written for parti - 
cipmU in^e Kid-Carear Executive Development Course" IWs 
Coffey 3 opinion that they were not usually followed. 

^ Lauderdale, representing the Directorate of Science and 

t'-oSd' %' ^ diac^BBed the Office Career Panels and how they func- 

pirti^wlv °r vt m ° f fiVe ” year pl8XiS w ^ e 4 °° aeaningftil, 
iv rt^7JZnf: at + bf S ^ i ssi ^” ts uaually were determined 
b ‘ naS^Sf k Further * scientists and engineers are 

^ 0p Jf S r ° ^ fi¥S ye&rs is to*t c “ expected 
rrcm tfcaj. They also have in concept a orocedure smevhat similar to 

tts 1 , “ ic r ;“ ive *•**«; *» **£££ is 

ti 1 Gl5 ~ 15 w abw ® are reviewed at the Directorate level. 

„ „?* “f; Karsaesaines covered the Career Service Panel System in 

th e Clandestine Servicas. He also explained in S(£ e detail the wort 

IerSOna ®l |,faaa S“ eQt Committee. This group looks at personnel 
proclmas as a whole from a policy viewpoint. New concepts aX 
introduced by this Committee but they also consider indivJdS* cares 
i over 1 *Qing iEportsnce. In addition, tile Clandestine Services has. 
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a Per&onnel Management Staff which is currently conducting a complete 
review of the CT input by personally interviewing each CT. The Personnel 
Mtoagsment Staff also has an "open door" to officers of grade So 
^ Sl ‘ “ c ^ia-cuss problems with a senior group outside of command channels. 

w^arueszine Sssrvices h&s not foi md feasible the develotsnent cf a 
customized five-year plan for each individual. The Directorate must 
retain a high fe^tee of flexibility to meet assignment requirements. In 
summary,, the Clandestine Services is working towards a centralized career 
management which hopefully will be responsive to the wishes of indivi- 
duals who seek a change of direction in their 'careers. ; 

. . stated that the Intelligence Directorate did not have 

a nighly structured program of career management at the Directorate level, 
he agreed with the others that a five-year plan was artificial. Pl anning 
distance out, beyond rotation within a component, is difficult to do with 
meaning for an individual. His Directorate also has a Career Panel System 
whicn does 'Consider people and their potential by grade levels. Each 

° fi k5f iS re< 2 uired to identify "corners *’ — those who show great potential - 
tod those rooters are revised periodically. At the Directorate level 
lueses lists are reviewed for promotion and for selection for schools or 
overseas assignments . 

iMr * Stewart saw a requirement to plan for careers arid more speei- 
-.icaliy for individual assignments. Training in selected trade craft and 
language followed by one or two tours overseas easily consumes a Hve-year 
period. _ Ha did agree, however, that a formal plan for each individual was 
not practical and was often considered, erroneously, as a guarantee. 

9 \ Cc } oae l ¥Mte summarized his "philosophy" as follows: "Our entire 
Career service system should be recognized as a grouping of individual 
employees with similar skills for personnel managaaent purposes. It there- 
fore is not feasible for all Career Services to be managed centrally or 
or any edict which might be issued to be applied uniformly. Most aspects 
Qi any successful career management sasst be dona at the Directorate or 
lower level. What we should all recognise is that wa should not be 
addressing ourselves to administrative mechanisms but to individual career 
development, management, and planning. While a formal, fT^^Fila n for 
everyone ^ is not advocated, neither is flying by the seat of cur pants. 

As a aunrasna every individual should be looked at systematic ally* for his 
potential, interests, etc., and in consideration of the possibilities for 
his own career development. In some cases the clan will be minimi; in 
fact, he may stay in this or seme comparable jolTFor the rest of his 
career. At the other end of the spectrum, however, are professionals of 
all Kinds to wnca it would be grossly unfair to handle in the same way, 

I personally believe that the high percentage of the employees, say 90 
ercent, will make their greatest contribution and derive their greatest 
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“! Career planains » prcsstiorus, reassignaents , training 
S** ®f apprcp ^ iat8 > £hciiId interspersed throughout their 
. -* * intre is a rsuch smaller percentage, say 5-8 percent who 

^^ CEpablI i ty ** the dSSire t0 rotate aA tvo orTore c trices 
Uiie same Directorate, and scjss sv&"* ind-i , 

. for this group needs to be done ^era T s ^ piannir ^ 

. o c ■, ifi&ia is a still smaller nercwirsivio 

oay 2-5 percent, which has the caoabilltv and > 

iToiiJtlTn^T 

capacity for his otPioh i ^ tSe indl ''i d 'ial to his fullest 
. , ■* joo satisfaction ; and second, to develop : v*n 

rounded senior poo-oXe yti© ax 14 © co.oe!b 2 ^ ^ _> ■* 

& i“i € t r * sr^ the 

rotation mong Directorates is highly desirable.” J 

!’ 

„ 10 * Colonel White asked each member to reflect on the rvWam- 

Harden probla in Us Directorate sod to or^Se X the 

JS»U e‘^r^ “I ta J“*» ta ” d « i' SoSW 

speclttcU^c^t n ^ r “Tt ° ra “- ®” “'° JKt6 “» * * 


a - What you plan to do about rotati 
.u^. r* ec to x~&t e i end 


m ptx>ple Within 1 your 


across Directorate Hnes^*^ ^ : or could do about core rotation 

Bevel J™* brief discussion of the Mid-Career Executive 
itsioers had an cn&ortur* *— to y ^f 6 6 "° ' ,el<ir eny decisions until all 

the Bim=tor“f SSSSf * reCKlt «<* « «*e subject by 


SspsTSy - Director - oT~ I^^soniiel 

Distribution: 

O&f - Ek Dir-Ccsapt 
i - m/i 
i - dd/p 
I - DD/S&T 
1 - Asst. DBS 
1 - General Counsel 
1 - IG 

% 1 '- D/Pers (Policy Pile) 

1 - D/Pars Chrono 
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Career Manage ment and Development in the Support Directorate 

A. Support Directorate involves 8 career services - 7 Offices, 2 Staffs. 

B. The DO/S personalty approves promotions GS-I5 ana above. 

C. We have an Executive Inventory and Review each year, and discuss 

the line of succession. 

D. We have an annual review with each Division Chief. 

E. The inteat of Support Directorate is to work on a team basis - have 

support teams which share responsibilities and have a 
"MIX" of interests, functions, and so forth. 

£. Make an effort to transfer between Offices. 

G. Attempt to get ail I5*s and below into the Support Services Review Course. 

H. Any GS-H and above las achieveu a professional capability and, therefore, 

has managerial ability. 

I. Like for managerial personnel to have flexibility and transferability of 

skills. (SDK assignments and the assignment of chiefs and 
deputies in the support field most clearly indicate this effort. ) 

J* Endorse the transfer of support personnel to ether Directorates and vice 
versa - make transfers out and encourage transfers in. 

K. RDC - Support personnel made available in managerial positions - not 

just support. 

L. Interchange is healthy for the Agency * we discourage separatism and 

xenophobia - want our people to have wide associations, knowledge, etc. 

M. Head to get Input from each Office: 

1. Adherence to five-year plan 

2. Must obtain training and development statistics 

li I want CD/S Offices to identify their "camera” - begin with G5-7 and 
* go all the way through the Executive Inventory. 
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